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Executive summary 
This report is prepared as a formal submission to the Senior Management Team (SMT) ahead of the September 2026 strategic planning meeting. It critically analyses the role of emotional intelligence (EI) and mindfulness in contemporary organisations, with particular emphasis on their implications for future recruitment, leadership capability and employee development. 
The report examines how EI and mindfulness can influence employee performance, communication, conflict resolution, inclusive leadership and psychological safety. It considers how emotionally intelligent and mindful approaches can support managers in recognising and regulating emotions, understanding different perspectives and responding constructively to workplace challenges. Particular attention is given to multigenerational teams, where differences in experience, communication preferences, learning needs and career expectations require inclusive and adaptable management approaches. 
The analysis evaluates how EI and mindfulness can inform recruitment and selection by identifying interpersonal and emotional competencies alongside technical skills, strengthen leadership capability through self-awareness, empathy and effective communication, and support employee development and retention through wellbeing, engagement and psychologically safe working environments. 
Drawing on relevant academic theory and workplace application, the report concludes with actionable recommendations for the SMT. These recommendations are designed to support evidence-based decisions during the September 2026 strategic planning process and provide a framework for integrating EI and mindfulness into recruitment, leadership development and employee-development strategies. 
 
 
 
 
 
 
I. Introduction 
Contemporary organisations operate in increasingly diverse and complex environments, where sustainable success depends not only on employees’ technical expertise but also on their interpersonal and emotional capabilities. As workplaces become more collaborative and multigenerational, organisations must develop leaders who can communicate effectively, manage conflict, promote inclusion and support employee wellbeing. 
Consequently, emotional intelligence (EI) and mindfulness have become important components of modern leadership and people management (Goleman, 1998; Kabat-Zinn, 2003). 
Emotional intelligence is defined as the ability to recognise, understand and regulate one’s own emotions while responding appropriately to the emotions of others (Salovey and Mayer, 1990). Research suggests that emotionally intelligent leaders are better equipped to build trust, improve team performance, enhance employee engagement and create psychologically safe working environments where individuals feel respected and valued (Goleman, 1998). Similarly, mindfulness encourages present-moment awareness and nonjudgemental attention, enabling employees and managers to respond more thoughtfully to workplace challenges rather than reacting impulsively (Kabat-Zinn, 2003). 
These capabilities are particularly valuable when managing multigenerational teams, where employees may differ in communication styles, workplace expectations, learning preferences and career motivations. Rather than relying on generational stereotypes, organisations should adopt inclusive leadership practices that recognise individual differences and promote collaboration across diverse groups (Northouse, 2022). 
This report is prepared as a formal submission to the Senior Management Team (SMT) ahead of the September 2026 strategic planning meeting. Its purpose is to critically analyse the role of emotional intelligence and mindfulness in contemporary organisations and evaluate their contribution to future recruitment, leadership capability and employee development. Drawing upon relevant academic theory and practical workplace evidence, the report will provide actionable recommendations to support evidence-based decision-making and strengthen organisational performance, employee retention and inclusive leadership across a diverse workforce. 
 
 
 
Exploring the Role of Emotional Intelligence in Modern Workplace Environments 
Emotional Intelligence(EI) has gained prominence in modern organisations as there is an increasing acknowledgement that workplace success relies not solely on technical expertise but also on employees’ capacity to regulate emotions, cultivate relationships, and communicate proficiently. Contemporary organisations function within intricate circumstances marked by heightened diversity, evolving technology, and an amplified focus on employee welfare. 
2.1.Goleman’s Emotional Intelligence framework 
Goleman’s Emotional Intelligence(EI)framework has emerged as a very prominent model for analysing the correlation between emotional abilities and job efficacy. Goleman(1995) posits that emotional intelligence is a synthesis of personal and social skills that empower people to identify, manage, and adeptly use emotions in interpersonal situations. 
The first element of Goleman’s theory, self-awareness, denotes the capacity of humans to precisely identify their emotional states and comprehend how these emotions affect their behaviour and relationships with others(Goleman,1995).In organisational settings, selfawareness allows individuals to critically assess their reactions to working scenarios, facilitating the identification of personal biases, emotional triggers, and opportunities for professional growth. 
The second dimension, self-management, encompasses emotional regulation, impulse control, and adaptability to evolving situations (Goleman,1998).In contemporary work environments marked by heightened pressure, rapid transformation, and uncertainty, emotional regulation is crucial for sustaining professional conduct and optimal performance. 
Motivation signifies the internal emotional mechanisms that drive people to pursue objectives, exhibit perseverance, and sustain dedication in the face of 
challenges(Goleman,1998).In organisational settings, people with emotional intelligence are more inclined to exhibit resilience and intrinsic drive, hence improving engagement and productivity. Nonetheless, a critical viewpoint posits that emotional intelligence alone cannot ascertain employee motivation, since organisational elements such as leadership style, incentive systems, career development possibilities, and workplace culture significantly affect employee behaviour. 
Empathy is a fundamental component of Goleman’s framework, denoting the capacity to comprehend and acknowledge the feelings, viewpoints, and experiences of others. In more diverse organisations, empathy is crucial for fostering inclusion, enhancing cooperation, and building interpersonal trust.  
The third element, relationship management, underscores the significance of interpersonal skills in establishing successful work partnerships. Goleman (1995) asserts that persons with robust relationship management skills excel as communicators, negotiators, and conflict resolvers.  
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Figure 1:Concept of Emotional Intelligence 
Source: Adapted by Goleman (1995) 
While Goleman’s theory has made substantial contributions to organisational study, it has also faced criticism. Mayer, Salovey, and Caruso (2004) contend that Goleman’s paradigm transcends emotional ability by integrating personality traits and social abilities, hence complicating the accurate definition and assessment of emotional intelligence (EI). 
Moreover, emotional intelligence should not be seen as a replacement for technical proficiency or cognitive aptitude, but rather as an ancillary skill that augments professional efficacy. 
Goleman’s Emotional Intelligence Framework illustrates that emotional abilities significantly impact workplace behaviour, leadership efficacy, and employee well-being. Through the cultivation of self-awareness, emotional regulation, empathy, motivation, and relationship management, workers may enhance communication, fortify cooperation, successfully manage conflict, and foster more psychologically secure and productive organisational settings. 
Mayer and Salovey’s (1997) Four-Branch Model of Emotional Intelligence provides a rigorous cognitive framework for understanding how individuals perceive, process, and regulate emotional information in workplace environments. The first branch, Perceiving Emotions, involves the capacity to identify emotions in oneself and others through facial expressions, body language, and tone of voice. In a managerial context, a leader proficient in this branch can immediately notice underlying tensions during a team meeting, recognising subtle cues of dissatisfaction or burnout before they escalate into open conflict. The second branch, Using Emotions to Facilitate Thought, focuses on how emotions direct attention to critical information. For example, a healthy sense of urgency can motivate a project manager to prioritise deadline-sensitive tasks, while a calm emotional state facilitates creative problem-solving. The third branch, 
Understanding Emotions, requires analysing complex emotional states and forecasting how feelings transition over time. Leaders with high competency in this area understand that unaddressed workplace uncertainty often leads to anxiety, which subsequently reduces productivity and increases staff turnover. Finally, the fourth branch, Managing Emotions, entails regulating emotions effectively in oneself and in interpersonal relationships. This allows leaders to maintain composure under high-pressure scenarios, promoting a psychologically safe environment where employees feel comfortable communicating openly. 
2.2. Mayer and Salovey’s Ability Model 
Mayer and Salovey’s Ability Model is regarded as a seminal theoretical framework for comprehending emotional intelligence (EI), since it defines EI as a kind of cognitive ability rather than just an assemblage of personality traits or social competencies. Mayer and Salovey (1997) characterise emotional intelligence as the capacity to recognise, use, comprehend, and regulate emotions in oneself and others.  
The first element of the paradigm, perceiving emotions, pertains to the capacity to effectively detect and articulate emotions via both verbal and non-verbal communication (Mayer and Salovey, 1997). This capability allows individuals to discern emotional cues from others and react appropriately in business settings.  
The second ability, facilitating thought, underscores the connection between affective states and cognitive functions. Mayer and Salovey (1997) contend that emotions may affect attention, creativity, judgment, and problem-solving by offering crucial insights into workplace scenarios. Employees who comprehend the impact of emotions on their cognition may be more adept at making judicious judgments and addressing issues successfully.  
The third branch, understanding emotions, entails identifying emotional patterns, including the origins and repercussions of various emotional states (Mayer and Salovey, 1997). In organisational environments, this capability is essential for conflict management since it enables workers to get a profound grasp of the underlying reasons for differences.  
The apex of the paradigm, managing emotions, pertains to the capacity to successfully control emotions and react suitably to emotional situations (Mayer and Salovey, 1997). Emotional control is crucial inside organisations, since workers and executives often face pressure, uncertainty, and interpersonal difficulties. Individuals with robust emotional regulation abilities are more inclined to stay composed, engage in professional communication, and sustain healthy connections under challenging circumstances. 
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Figure 2:Mayer and Salovey’s Ability Model of Emotional Intelligence 
Source: Adapted from Mayer and Salovey’s(1997) ability model of emotional intelligence 
Figure 2 illustrates Mayer and Salovey’s (1997) Ability Model of Emotional Intelligence, which defines emotional intelligence as the capacity to sense, utilise, comprehend, and regulate emotions.  
Mayer and Salovey's concept, although significantly contributing to emotional intelligence research, has also faced criticism. Certain researchers contend that measuring ability-based emotional intelligence objectively poses challenges due to the complexity of emotions and their susceptibility to situational and cultural influences (Zeidner, Matthews, and Roberts, 2004). Moreover, emotional intelligence by itself cannot ensure successful workplace conduct, since ethical principles, organisational culture, and leadership practices all affect the use of emotional competencies. 
2.3. Bar-On’s Emotional-Social Intelligence Model 
Bar-On’s Emotional-Social Intelligence (ESI) Model offers a comprehensive framework for understanding the impact of emotional and social abilities on human effectiveness in organisational settings. Bar-On (1997) characterises emotional intelligence as a synthesis of emotional, personal, and interpersonal competencies that empower people to comprehend themselves, navigate relationships, adjust to obstacles, and handle professional expectations. In contrast to the ability-based framework proposed by Mayer and Salovey (1997), Bar-On's model conceptualises emotional intelligence as a more comprehensive array of competences that enhance psychological well-being and facilitate effective functioning. 
The concept has five primary dimensions: intrapersonal skills, interpersonal skills, adaptability, stress management, and general mood (Bar-On, 1997). Intrapersonal talents include self-awareness, emotional intelligence, and self-assurance. In organisations, people with robust intrapersonal skills are better at recognising their emotions, comprehending their strengths and weaknesses, and successfully controlling their behaviour. This may enhance individual performance by promoting self-reflection and personal accountability. 
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Figure 3: The Bar-On Model of Emotional Intelligence(EQ-i): Components and subscales of emotional intelligence, including intrapersonal, interpersonal, stress management, adaptability, and general mood dimensions. 
Source: Adapted from Bar-On Emotional Quotient Inventory(EQ-i):Technical Manual by R.Bar-On,1997,Multi-Health Systems 
 
Intrapersonal skills indicate an individual's capacity to comprehend and regulate their own emotions. This dimension encompasses emotional self-awareness, autonomy, self-esteem, and self-actualisation (Bar-On, 1997).  
Interpersonal skills emphasise empathy, social accountability, and the cultivation of relationships. These qualities are especially crucial in contemporary organisations where cooperation and teamwork are vital. Employees with robust interpersonal skills are more inclined to communicate proficiently, foster trust, and cultivate great professional connections. This enhances cooperation and fosters a more inclusive organisational culture. 
The adaptability dimension denotes an individual's capacity to react successfully to change, resolve issues, and acclimate to new circumstances (Bar-On, 1997). In modern organisations marked by technological change and unpredictability, flexibility enhances employee resilience and performance. Moreover, stress management skills empower individuals to modulate emotional reactions and navigate professional pressures, therefore mitigating the adverse effects of stress on well-being. 
Stress management entails the capacity to modulate emotional reactions and adeptly handle pressure. Individuals with robust stress management abilities are more inclined to sustain performance in adverse circumstances and safeguard their psychological health (Bar-On, 1997). This enhances resilience and mitigates the adverse effects of working stress. 
The general mood indicates optimism and the capacity to sustain a good perspective. BarOn (1997) posits that good emotional states might affect motivation, professional relationships, and general well-being.  
Bar-On's model, although practically valuable, has faced criticism for conflating emotional intelligence with personality characteristics and psychological well-being, thereby complicating the measurement of EI as a separate construct (Mayer, Salovey, and Caruso, 2004). Notwithstanding this restriction, the model retains its value for organisations as it underscores the need to cultivate emotional and social competencies to enhance cooperation, resilience, and workplace connections. 
2.4. Mindfulness and Its Relationship with Emotional Intelligence 
Mindfulness serves as a crucial enhancement to emotional intelligence (EI) as it cultivates a person's capacity to stay aware of current events without prejudice. Kabat-Zinn (1994) defines mindfulness as the deliberate focus on the present moment without judgment. This approach may enhance emotional intelligence inside organisations by aiding employees in identifying their emotions prior to reacting to working scenarios. 
Mindfulness plays a crucial role in emotional regulation, enabling employees to recognise tension, frustration, and worry, so preventing impulsive responses. For instance, in the event of workplace discord, a self-aware employee might take a moment to acknowledge their emotional reaction and engage in more constructive communication. This corroborates Goleman’s (1998) aspects of self-awareness and self-regulation. Mindfulness may enhance employee welfare by assisting people in coping with workplace stress and sustaining focus (Kabat-Zinn, 2003). 
Moreover, mindfulness may enhance decision-making by prompting leaders to take a moment before responding and assess information with greater objectivity. This may diminish emotionally motivated reactions and promote more thoughtful choices (Good et al., 
2016). Consequently, mindfulness and emotional intelligence are synergistic skills: emotional intelligence equips individuals to comprehend and regulate emotions, whilst mindfulness fosters the awareness necessary to use these skills proficiently. Incorporating mindfulness into organisational growth may thereby enhance emotional regulation, stress management, decision-making, and psychological safety. 
III. Managing a Multigenerational Workforce 
Managing a multigenerational workforce entails guiding individuals from Generation X, Millennials (Generation Y), and Generation Z, each possessing distinct beliefs, communication preferences, and job expectations (Twenge, 2017). These disparities may sometimes lead to misunderstandings, although they also provide opportunities for innovation and the exchange of information. Effective management requires emotional intelligence and mindfulness to enhance communication, mitigate conflict, and foster inclusiveness. By comprehending generational disparities, organisations may improve cooperation, employee welfare, and overall efficacy. 
3.1.Generation X(1965-1980) 
Generation X, often delineated as those born from 1965 to 1980, is frequently characterised by independence, flexibility, and a pragmatic work ethic. This generation, having seen economic instability and organisational change, prioritises job security, autonomy, and work– life balance (Pew Research Centre, 2019). Generation X often favours direct and official communication methods, such as emails and planned meetings, over unstructured digital communications, which may differ from the preferences of younger generations. 
From a motivational standpoint, Generation X workers are primarily motivated by stability, financial security, and prospects for professional advancement, rather than just intrinsic or purpose-oriented motivations.  
These differences may affect organisational efficacy if not well handled, especially in crossgenerational teams when communication preferences vary. Misunderstandings may occur when younger workers depend significantly on casual digital communication, but Generation X employees anticipate more formal contact.  
3.2. Generation Y (Millennials) 
Generation Y, known as Millennials (born 1981–1996), is distinguished by their focus on cooperation, adaptability, and meaningful employment. This generation prioritises meaningful work and often seeks congruence between personal ideals and organisational culture (Twenge, 2017). In contrast to preceding generations, Millennials want regular feedback, collaborative leadership, and adaptable work arrangements, including remote and hybrid models. 
Millennials are primarily driven by prospects for professional advancement, 
acknowledgement, and skill improvement rather than only by long-term work stability. Their advanced digital proficiency allows for rapid adaptation to technological developments, making them indispensable in the digital transformation of organisations. 
From an organisational standpoint, Millennials positively influence creativity and cooperation; but, they may become disengaged if their expectations are not well handled. Emotional intelligence is crucial for tackling these issues, especially via empathy, motivation, and proficient communication (Goleman, 1995). Mindfulness-based leadership enhances engagement by fostering active listening, mitigating reactive management approaches, and cultivating psychological safety among teams (Kabat-Zinn, 1994). 
3.3.Generation Z 
Generation Z, often characterised as those born from 1997 to 2012, is the most recent demographic entering the labour market. This generation is defined by robust digital fluency, flexibility, and a penchant for rapid, visual, and mobile-centric communication methods (Seemiller and Grace, 2016). Having been raised in a deeply interconnected digital landscape, Generation Z anticipates that organisations will incorporate technology fluidly into everyday work routines. 
Generation Z is motivated by the pursuit of ongoing learning, professional advancement, and organisational transparency. Nonetheless, owing to their very restricted job experience, they may want systematic direction, mentorship, and explicit expectations from supervisors.  
These differences may affect organisational efficacy by establishing generational divides in communication methods and workplace expectations. Emotional intelligence is crucial for managers to address these disparities, especially via empathy and relationship management (Goleman, 1995). Mindfulness fosters inclusive leadership by promoting non-judgmental awareness, mitigating prejudice, and enhancing decision-making in the management of heterogeneous teams (Kabat-Zinn, 1994).  
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Figure 4: Generational differences in workplace characteristics (Gen X, Y and Z) 
Source: Author’s own creation (2026), based on Twenge (2017) and Seemiller and Grace (2016) 
 
3.4. Actionable Managerial Strategies: Recruitment and Retention 
For Generation X, hiring practices have to highlight organisational stability, independence, advancement opportunities, and acknowledgement of prior experience. Behavioural interview inquiries that evaluate self-awareness, emotional control, and conflict resolution may assist in recognising applicants with high emotional intelligence. To enhance retention, supervisors must provide organised performance evaluations, facilitate leadership and mentorship opportunities, and permit enough autonomy in decision-making. This method may acknowledge their experience while preserving involvement. 
For Generation Y (Millennials), recruiting efforts must emphasise professional growth, ongoing education, adaptable work arrangements, and significant corporate values. Emotional intelligence-oriented behavioural interviews may evaluate compassion, collaboration, and flexibility. To enhance retention, supervisors have to offer consistent coaching, ongoing feedback, career advancement possibilities, and avenues for involvement in decision-making. Flexible work options might enhance motivation and improve work-life equilibrium. 
Recruitment for Generation Z needs to use user-friendly digital methods and convey prospects for education, technological advancement, and professional growth. Behavioural inquiries may evaluate resilience, communicative abilities, and interpersonal competencies. Retention techniques have to include regular digital feedback, individualised growth plans, educational opportunities, and communication that fosters psychological safety. MindfulnessBased Stress Reduction (MBSR) courses and brief mindfulness practices may aid in stress management and enhance well-being. 
In summary, the integration of emotionally intelligent recruiting, generationally aware management, customised feedback, and mindfulness programs may enhance employee engagement, psychological safety, and sustained retention across several generations (Goleman, 1998; Mayer, Salovey and Caruso, 2004; Kabat-Zinn, 2003). 
To effectively lead a multi-generational workforce, the Senior Management Team (SMT) must operationalise Emotional Intelligence across internal leadership practices. First, SMT should implement tailored communication protocols: utilising direct, clear messaging for Gen X; structured feedback and continuous alignment for Gen Y; and interactive, real-time feedback mechanisms for Gen Z. Second, leadership development programs should incorporate Mayer and Salovey’s four-branch framework to train managers in recognising early signs of cross-generational friction. Third, SMT must foster adaptive motivation strategies by recognising that Gen X values autonomy, Gen Y seeks purpose-driven work, and Gen Z prioritises stability alongside flexibility. By aligning organisational policies with these distinct motivational drivers, the company can enhance employee engagement, retention, and performance across all demographic tiers. 
 
 
 
IV. Conclusion 
This report has rigorously assessed the significance of emotional intelligence (EI) in modern organisational settings, focusing on its impact on employee performance, cooperation, and psychological well-being. Engaging with established theoretical frameworks, such as 
Goleman’s Emotional Intelligence framework, Mayer and Salovey’s Ability Model, and BarOn’s Emotional-Social Intelligence Model, reveals that emotional intelligence is a multidimensional construct essential for effective workplace functioning. 
The data indicates that emotional intelligence promotes more effective interpersonal communication, improves conflict resolution, and aids in more informed and context-sensitive decision-making. Employees with elevated emotional intelligence are more adept at interpreting emotional signals, managing affective reactions, and manoeuvring through intricate social dynamics, therefore enhancing team cohesiveness and organisational efficacy. The results demonstrate that emotionally intelligent leadership is essential for creating psychologically secure settings, conducive to openness, trust, and inclusive engagement. 
However, the evidence suggests that emotional intelligence should not be seen as an isolated factor influencing performance, but rather as an interactive talent that functions with cognitive ability, organisational culture, and structural factors. Its efficacy is therefore dependent on both personal growth and institutional support systems. This highlights the need to integrate emotional intelligence into leadership development programs and comprehensive organisational learning methodologies, rather than considering it a standalone ability. 
 
 
 
 
 
 
 
 
 
 
 
 
V. References List 
Bar-On, R. (1997) Bar-On Emotional Quotient Inventory (EQ-i): Technical manual. Toronto: Multi-Health Systems. 
Goleman, D. (1995) Emotional intelligence: Why it can matter more than IQ. New York: Bantam Books. 
Goleman, D. (1998) Working with emotional intelligence. New York: Bantam Books. 
Good, D.J., Lyddy, C.J., Glomb, T.M., Bono, J.E., Brown, K.W., Duffy, M.K., Baer, R.A., Brewer, J.A. and Lazar, S.W. (2016) ‘Contemplating mindfulness at work: An integrative review’, Journal of Management, 42(1), pp. 114–142. 
Kabat-Zinn, J. (1994) Wherever you go, there you are: Mindfulness meditation in everyday life. New York: Hyperion. 
Kabat-Zinn, J. (2003) ‘Mindfulness-based interventions in context: Past, present, and future’, Clinical Psychology: Science and Practice, 10(2), pp. 144–156. 
Mayer, J.D. and Salovey, P. (1997) ‘What is emotional intelligence?’, in Salovey, P. and Sluyter, D.J. (eds.) Emotional development and emotional intelligence: Educational implications. New York: Basic Books, pp. 3–31. 
Mayer, J.D., Salovey, P. and Caruso, D.R. (2004) ‘Emotional intelligence: Theory, findings, and implications’, Psychological Inquiry, 15(3), pp. 197–215. 
Northouse, P.G. (2022) Leadership: Theory and practice. 9th edn. Thousand Oaks, CA: SAGE Publications. 
Pew Research Center (2019) Defining generations: Where Millennials end, and Generation Z begins. Washington, DC: Pew Research Center. 
Seemiller, C. and Grace, M. (2016) Generation Z goes to college. San Francisco, CA: JosseyBass. 
Twenge, J.M. (2017) iGen: Why today’s super-connected kids are growing up less rebellious, more tolerant, less happy—and completely unprepared for adulthood. New York: Atria Books. 
Zeidner, M., Matthews, G. and Roberts, R.D. (2004) ‘Emotional intelligence in the workplace: A critical review’, Applied Psychology, 53(3), pp. 371–399. 
 

 	2 
 	2 
image3.jpg
E—

Facilitating
Thought

I

Accurately Accurately Accurately express
identify emotions  «—> recognize emotions €—>  emotions when
inself. | n others. desired.

J

!

Use emotions to
direct attention to
‘environmental
changes.

!

Accurately link an
emotional response
to an external
stimulus.

!

understund pow Use mood swings to
another may feel in «—» generate different
asituation. perspectives.

! !

Recognize
Differentiate transitions among.
between moods

emotions such as
and emotions.

§

Stay open to both
pleasant and
unpleasant
emotions.

from anger to

satisfaction.
Monitor emotional
reactions to

Be able to maintal
reduce, or intens
determine If they
are reasonable.

an emotional
response.





image4.jpg
Intrapersonal

Interpersonal

Stress
Management

Adaptability

General Mood

How well one views oneself and 1s
aware of oneself, one’s independence
and assertiveness, and one’s sense of
self-actualization

One’s ability to empathize, sense of
social responsibility, and ability to relate
to others on a personal level

One’s stress tolerance and ability to
control impulses

One’s ability to test one’s sense of
reality, one’s flexibility, and one’s sense
of ability in problem solving

One’s sense of happiness and optimism

Self Regard

Emotional Self-Awareness
Assertiveness
Independence
Self-Actualization

Empathy
Social responsibility
Interpersonal Relationship

Stress Tolerance
Impulse Control

Reality-Testing
Flexibility
Problem Solving

Optimism
Happiness

Based on Bar-On (1997)




image5.jpg
GENERATION X, Y AND Z IN THE WORKPLACE

ASPECT

@ VALUES
’ COMMUNICATION

STYLE
! MOTIVATION
. TECHNOLOGICAL
ADAPTABILITY

WORK
PREFERENCES

%0 LEADERSHIP
@0 EXPECTATIONS

GENERATION X
(1965-1980)

Independent, self-reliant,
value stability and
work-life balance

Prefer face-to-face
or email, formal and
direct communication

Job security, financial
stability, career
progression

Adapted to technology
over time; comfortable
but cautious

Prefer autonomy,
structured environment
and clear goals

Respect for experience,
competence and
clear direction

o GENERATION Y

MILLENNIALS
(1981-1996)

Purpose-driven,
value experiences,
collaboration and growth

Prefer instant messaging,
email and collaborative
tools, informal and open

Personal development,
recognition, meaningful
work, work-life balance

High adaptability; embrace
new technologies and
digital tools

Prefer flexibility,
collaborative environment
and feedback

Supportive leaders,
mentoring and
two-way communication

GENERATION Z
(1997-2012)

Inclusive, socially conscious,
value flexibility and
mental well-being

Prefer short, visual and
instant communication
(social media, chats)

Purpose, continuous learning,
creativity, impact and
fairness

Digital natives; expect
seamless technology
integration

Prefer flexibility,
variety, innovation and
real-time feedback

Authentic leaders,
inclusivity and
transparency




image1.jpg
Prifysgol Cymru

Y Drindod Dewi Sant
University of Wales
Trinity Saint David





image2.jpg
Self-
Awareness

Self-
Regulation

Emotional
Intelligence





 

        Student Name:  Dace Sproge     Student ID:  2416666     Programme:  BA(Hons) Leadership and Management Skills for  the Workplace     Module:  Developing Emotional Intelligence Skills     Lecture:  Kazeem Oseni    Module code: LCLM5006               1   

   

     The Influence of Emotional Intelligence and    Mindfulness on Leadership Effectiveness and    Employee Well - being in Contemporary    Organisations    

   

